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Abstract 
Job satisfaction has continued to attract the attention of researchers because of its importance in human 

resources management. There has been much research linking work-family conflict to job satisfaction among 

teachers, but there has been little effort to study the moderating role of self-efficacy in this link in the Nigerian 

teachers. Leaning on the theoretical assumptions underlying the conservation of resources and job demand-

resources models linking work-family conflict and self-efficacy to job satisfaction, this cross-sectional survey 

investigated the moderating role of self-efficacy in work-family conflict and job satisfaction relations among 

female secondary school teachers in Enugu urban area of Enugu State, Nigeria. One hundred and seven (107) 

female teachers between the ages of 30 to 59 years were sampled using multi-stage sampling techniques. The 

30-item Self-efficacy Scale, 20-item Minnesota Satisfaction Questionnaire and 32-item Work-family Conflict 

Scale were the measures for data collection. Results of moderated regression revealed that work-family conflict 

and self-efficacy did not equally predict job satisfaction. Specifically, work-to-family conflict and family-to-

work conflict jointly and independently did not correlate with job satisfaction while self-efficacy positively 

related with job satisfaction. Self-efficacy accounted for 4 % of the variance in job satisfaction among the 

teachers. There is need for policy makers in Nigeria such as the Nigeria Union of Teachers and Ministry of 

Education to consider self-efficacy in order to enhance job satisfaction of teachers.  
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I. INTRODUCTION 
Teaching profession appears to be one of the most important professions because of the roles of 

teachers in nation building since they are saddled with the responsibility of helping students acquire the 

necessary skills for the sustenance of any nation. To this end, job satisfaction of teachers has continued to attract 

the attention of researchers.   

According to Locke (1976) job satisfaction is the positive emotions that give happiness depending 

upon the value that an individual assigns to his or her job and work experiences, and is  influenced by series of 

factors such as the nature of work, salary, growth opportunities, management, work groups and working 

conditions etc. (Aziri, 2011). One of the structures behind happiness in the context of the organization is job 

satisfaction (Gustainiene, 2012). The importance of job satisfaction has been documented widely by social 

scientists (Aziri 2011; Gregory, 2011; Spector, 1997). The main bases for maintaining employees‟ job 

satisfaction arise from two perspectives: the functioning and activities of the organization, and the employees‟ 

welfare. From the perspective of organizations, job satisfaction is regarded as one of the most important 

variables that influence group effectiveness (Aziri, 2011; Mafini & Pooe, 2013; Siengthai & Pila–Ngarm, 2016). 

And positive correlations were observed between organizational performance and five employee satisfaction 

variables, namely working conditions, ability utilization, creativity, teamwork and autonomy (Mafini & Pove, 

2013). 

 Job satisfaction has gained space in organizational environments because it generates effect related to 

productivity, motivation, loyalty, productivity and business performance (Aziri, 2011). It relates much to the 

individuals‟ perception and assessment of their jobs with influences of the individualities of each person based 

on their needs, values and expectations (Buitendarch & Rothmann, 2009). Understanding this fact is not simple, 

but a necessary task for organizations in relation to training, that need to be aware of the particularities of 

individuals (Aziri, 2011; Coda & Coda, 2014). Many characteristics related to the job (e.g. job satisfaction, 

organizational tenure, salary, work hours, job autonomy, job authority, job rank) have been found to have a link 

with work-to family conflict and family-to work conflict (Byron, 2005; Dierdorff & Ellington, 2008). In the last 
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two decades, studies (e.g. Behan & Drobin, 2010; Carlson, Kacmar & Williams, 2000; Lourel, Ford, Gamassou, 

Guegen, & Hartmann 2009; Cohen, 2009, Carly, 2002) have shown that job satisfaction and work-family 

conflict are related.  

According to Wong, Hui and Law (1998), work-family conflict plays important role in job satisfaction 

because it investigates the link between satisfaction with job and family. And studies (e.g. Schneiderr & Wite, 

2005; Major & Burke, 2013) have shown this link between job life and work-family conflict to be negative. The 

issue of work-family has been noted as a particular concern for today‟s businesses (Grandy, Cordeiro & Crouter, 

2005) and also refers to work-family stress in the research and practice literature. Conflict between work and 

family occurs when individuals have to perform multiple roles as workers, spouses and parents. Each of these 

roles requires time and energy if it is to be performed adequately. Consequently, individuals are overwhelmed 

by strain from these multiple roles and experience interference from work or family (Senecal, Valler & Guay, 

2001). 

Work-family conflict is a form of inter-role conflict in which the role pressures from the work and 

family domains are mutually incompatible in some respect (Posig & Kickul, 2004). Work-family conflict is 

bidirectional, thus work-to-family conflict (work inference with family) and family-to-work conflict (family 

interference with work) (Michel, 2011. There is a positive relationship between work-to-family conflict and 

family-to-work conflict, in general people report greater work-to-family conflict than family-to-work conflict 

(Lily, Duffy & Virick, 2006). And each direction is multidimensional, namely time-based, strain-based and 

behavior-based (Greenhaus & Beutell, 1985). Time-based is experienced when the time devoted to one role 

makes it difficult to fulfill the requirements of another role (Greenhaus & Beutell, 1985). Strain-based conflict is 

experienced when the strain generated in one role spills over into the other role (Parasuraman & Simmers, 

2001). And the third dimension which is behavior-based referring to incompatibility of behavior expectations in 

two domains (Yang, Chen, Chui & Zou, 2000). 

Despite the association between work-family conflict and a number of undesirable organizational and 

individual consequences both at work and at home (Thanacody, Bartran & Casmir, 2009) especially in outcomes 

such as job satisfaction (Carlson, Kacmar & Williams, 2000); building on job demand-resources theory (Bakker 

& Demerouti, 2007)  personal resources such as self-efficacy could be a moderator. In support of this, studies 

(e.g. Erdwins, Buffardi, Casper & O‟Brien, 2001) have suggested that the relationship between work-family 

conflict and job satisfaction could be moderated by self-efficacy. As a personal resource, self-efficacy could 

provide a unique perspective on what might ultimately help reduce the negative outcomes and increase positive 

outcomes (e.g. job satisfaction) as a person‟s own judgment of the abilities to complete a given task or course of 

action. Bandura (2007) described self-efficacy as a key determinant of psychological change, choice of settings 

and activities, quality of performance in a specific domain and the level of persistence when one meets adverse 

or negative experience. These functions of self-efficacy could be important in moderating the negative 

relationship between work-family conflict and job satisfaction among teachers. For example, the negative 

relationship between self-efficacy and work-family conflict (Erdwins, Buffardi, Casper & O‟Brien, 2001) 

suggests that self-efficacy could be very important in managing and moderating the relationship between work-

family conflict and job satisfaction (Erdwins, Buffardi, Casper & O‟Brien, 2001). Following these, self-efficacy 

as a resource boosts an individual‟s capacity to deal with work-family conflict thus leading to job satisfaction. 

Studies have shown that work-family conflict is an indicator of reduced job satisfaction (Parveen & 

Kalliath, 2004). Studies also have shown that self-efficacy as a resource can moderate the relationship between 

work-family conflict and job satisfaction (Erdwins, Buffardi, Casper & O‟Brien, 2001). According to Julien 

(2007) females have been found to have job dissatisfaction. And in Enugu State, Nigeria, female teachers are 

likely to undergo stress and pressure ranging from the  demands from work and family such as marking 

examination and test scripts, making notes, meeting up with early morning assembly etc. and equally attending 

to family responsibilities such as preparing meals, taking care of the children‟s needs. All these may contribute 

to work-family conflict which could make these teachers dissatisfied with the jobs; hence the present study. 

 

Theoretical overview and hypotheses development 

Considering role theory (Spector, 1997), work-family conflict can arise when a teacher‟s job-related 

role interferes with her family and vice versa (Greenhaus & Beutell, 1985). This interference could result in role 

strains and role conflicts with negative consequences such as reduced job satisfaction.  Some researchers have 

argued that the increased role obligations that require time devotion and participation may result in various 

forms of psychological conflict if each role cannot be adequately fulfilled (Bedeian & Burke, 1998). Studies 

also found that role conflict are directly and positively related to work-family conflict (Carlson, Kacmar & 

Williams, 2000). 

 This is supported by spillover theory (Westman, 2005) which argues that strain experienced in one role 

that is transferred or carried over to another can be either negative or positive. Among Nigerian female teachers, 

this spillover effect is obvious as they often grade scripts at home, prepare lesson notes and other responsibilities 

at home resulting in work-family conflict which may cause reduced job satisfaction. Relying on conservation of 
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resources theory (Hobfoll, 1989) which suggests that role strain which causes work-family conflict occurs when 

there is loss of resources or threat of loss and reduced when there is resource gain, having personal resources 

such as self-efficacy could moderate this negative relationship between work-family conflict and job 

satisfaction. Lending greater support to this is job demand-resources theory (Bakker & Demerouti, 2007) which 

holds that when the demand of a job is high without sufficient resources to meet such demands it leads to stress 

which affects an individual‟s work and family leading to job dissatisfaction, but when the demand of a job is 

high and the individual possesses resources (e.g. self-efficacy) to shoulder it, it cushions off the stress, thus 

work-family balance thereby leading to job satisfaction. Moos and Schafer (1993) suggest that personal 

resources such as self-efficacy are positively related with active forms of coping with conflict and stress thus 

leading to job satisfaction. 

 

Work-family conflict and job Satisfaction  

Among female employees in human service professions such as teachers, conflict between work and 

family demands is likely to influence job satisfaction. In support of this, health employees who experience high 

level of work-family conflict have difficulties in fulfilling family responsibilities and have lower satisfaction 

from work (Kossek & Ozeki, 1998); Md-Sidin, 2010; Steenbergen, Ellemers & Elianne, 2009, Hoge, 2009, 

Nadeem & Abbas, 2009). 

Bedeian, Burke and Moffett, (1988) in a study of 432 male and 335 female accounting professionals 

found that work-family conflict was directly related to satisfaction within that role. Similarly, a high relationship 

was noted between work-family conflict and job satisfaction (Hill, 2004). Studies (e.g. Kahraman & Baykal, 

2009; Yu, 2011) have indicated that heavy workload, frequent overtime work, limited number of labor force, 

inability to benefit from annual leave, officially excused leave,  low payment and perceived supervisor support 

are among the main work-related stress factors of employees triggering work-family conflict which affect job 

satisfaction negatively. Furthermore, work-family conflict affects job satisfaction more in collectivist societies 

than it does in individualistic societies (Spector, 2007). And Nigeria is a collectivist culture (Hofstede, 1997) as 

cited in Gorodnicheko and Roland (2010), thus the need for the study to give credence to this assertion. 

Some studies in the related literature show that the relationship between work-family conflict and job 

satisfaction is much stronger among individuals working in Australia, Anada, New Zealand, United kingdom 

and United States than among those working in Asia and Latin America (Brough & Kalliath, 2009), hence the 

need for this study in Africa especially Nigeria. Following this, the researchers hypothesized: 

1. Work-to-family conflict will negatively predict job satisfaction. 

2. Family-to-work conflict will negatively predict job satisfaction 

 

Self-efficacy and job satisfaction 

The study of Rosenblatt (2001) revealed that holding multiple roles in school has implications for self-

efficacy and job satisfaction. For example, a survey of 75 schools revealed that self-efficacy affects teachers‟ 

job satisfactions both directly and indirectly (McNatt & Judge, 2008). In support of this, a multinational study of 

five countries (Canada, Cyprus, Korea, Singapore and USA) found a positive correlation between self-efficacy 

and work-family conflict across the five countries (Klassen et al, 2009), therefore the researchers hypothesized 

that: 

3. Self-efficacy will positively predict job satisfaction. 

 

Moderating role of self-efficacy  
Few studies have looked at self-efficacy as a moderator. For example, Matsui and Onglatco (1992) in a 

study of 435 full-time female employees in four Japanese companies found that career self-efficacy moderated 

the relationship between occupational satisfaction and work-family conflict. And studies (e.g. Erdwins, 

Buffardi, Casper & O‟Brien, 2001) reported a negative relationship between work-family conflict and self-

efficacy suggesting that a woman‟s level of work-family conflict decreases as self-efficacy in her work and 

family roles increases, thus the researchers hypothesized: 

4. Self-efficacy will weaken the negative relationship between work-to-family conflict and job 

satisfaction. 

5. Self-efficacy will weaken the negative relationship between family-to-work conflict   and job 

satisfaction. 

                                                               

II. METHOD 
Participants and Procedure 

Participants were 107 participants comprising only female secondary school teachers between the ages 

of 30 to 59 years (M = 32. 83, SD = 4.84). Using multi-stage sampling techniques participants were drawn from 

one (1) secondary school in Enugu Urban, Enugu State, Nigeria. Permission for the conduct of the study using 
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teachers from Enugu State was obtained from the Commissioner of Education, Enugu State. The researchers 

identified with the principal of the school in order to inform her of the study and get her cooperation. Copies of 

the questionnaire were administered to the participants and instructions given. They were allowed to go home 

with the copies and returned on a later date. One hundred and seventeen (117) copies (90%) of the questionnaire 

were returned and 10 (8.5%) copies were discarded due to errors in completion, hence, 107 (93%) copies of the 

questionnaire were scored and analyzed for hypotheses testing.   117 copies of the questionnaires were returned 

and 10 copies were discarded due to errors in completion, hence 107 (9.45%) copies of the questionnaire that 

were properly completed and returned,  were scored and analyzed in testing the hypotheses. 

 

Instrument 

Three scales were used. They include 30–item Self-efficacy Scale (Sherer, Maddox, Mercandate, Prentice-

Dumn, Jacobs & Rogers, 1982), 20-item Minnesota Satisfaction Questionnaire (Weiss, Dawis, England & 

Lofquist, 1967) and 32-item Work-family Conflict Scale Okonkwo (2011). 

Self-efficacy Scale 

Self-efficacy was assessed using 30–item Self-efficacy Scale (Sherer, Maddox, Mercandate, Prentice-Dumn, 

Jacobs & Rogers, 1982) Sample item reads “When I make plans, I am certain I can make them work”. There are 

both direct scoring and reverse scoring items.  Ratings were made using 5-point scale, ranging from 1(disagree 

strongly) to 5 (agree strongly) with internal consistency of .86 reported by Sherer et al (1982). The researchers 

reported Cronbach‟s alpha of .62.  
Job Satisfaction Scale 

Job satisfaction was assessed using 20-item Minnesota Satisfaction Questionnaire (Weiss, Dawis, England & 

Lofquist, 1967).  Sample item reads „The chance to do something that makes use of my abilities‟. There are only 

direct scoring items. Ratings were made using 5-point scale, ranging from 1(very dissatisfied) to 5 (very 

satisfied) with concurrent validity of .71 and test-retest reliability of .70 reported by Weiss et al (1967). Obodo, 

Okonkwo and Aboh (2019) in a Nigerian sample reported Cronbach‟s alpha of .79.The researchers reported 

Cronbach‟s alpha of .78. 

Work-family Conflict Scale 

Work-family conflict was assessed using 32-item Work-family Conflict Scale Okonkwo (2011). The scale has 

two subscales measuring work-to-family conflict (work interference with family) and family-to-work conflict 

(family interference with work). Sample item for work-to-family conflict reads “I do not participate well in 

household activities because my job is so challenging that it takes most of my time”. Family-to-work conflict 

reads “I spend more time on family than my job because my child or children cannot take care of themselves”. 

There are only direct scoring items. Each of the sub-scales could be scored separately. Ratings were made using 

5-point scale, ranging from 1(strongly disagree) to 5 (strongly agree). Okonkwo (2014) provided the 

psychometric properties of the scale for Nigerian samples, and reported Cronbach‟s alpha reliability coefficients 

of 0.89 and 0.88 for the two subscales of work–to–family conflict and family–to–work conflict, and convergent 

validity of 0.55.  

                                                                  

III. RESULTS 
Table 1:  Descriptive Statistics and Correlations among the Study Variables 

 Variables M SD 1 2 3 4 

1 Job Satisfaction 69.72 58.57 1    

2 Work-to-Family Conflict 53.38 11.98 .08 1   

3 Family-to-Work Conflict 44.28 8.73 .09 .62 1  

4 Self-Efficacy 74.81 15.62 .23** .57 .47 1 

Note: * = P<.05 (2-tailed), ** = P <.01 (2-tailed).  
 

Results in Table 1, indicate that the predictor variables (work-to-family conflict and family-to-work 

conflict) did not significantly correlate with job satisfaction among female teachers (r = .08, p >.05 and r = .09, 

p >.05) respectively. Meaning that increases or decreases in the predictor variables did not relate to increases or 

decreases in the criterion variable, (job satisfaction), whereas only self-efficacy (r = .23, p <.01) positively 

related to job satisfaction. Meaning that, increases or decreases in this variable related to increases or decreases 

in the criterion variable (job satisfaction). 
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Table 2:  Moderated regression showing the moderating role of self-efficacy in the relationship between work-

family conflict and job Satisfaction 

 

Variable  

Step 1 

 

Step 2 Step 3  

 

Step 4 

 

Β Β Β Β 

Work-to-Family Conflict .03 -.08 -.07 -.08 

Family-to-Work Conflict .08 -.03 .03 .03 

Self-Efficacy  .25* .26* .26* 

Self-Efficacy x Work-Family Conflict   -.06 -.11 

Self-Efficacy x Family-Work Conflict    .06 

Adjusted R
2
 -.009 .022 .016 .008 

ΔR
2
 .010 .040* .004 .001 

F .530 1.79 1.44 1.17 

ΔF .530 4.30 .397 .155 

* = p < .05, ** = p < .01. 

 

According to results in Table 2, in the first step the predictor variables (work-to-family conflict and 

family-to-work conflict) were entered. This model was  not significant F (2, 104) = .530, p >.05 as it did not 

explain any of the variances in job satisfaction of female teachers in this block, and as a single variable yielded 

no significant relationship with the criterion variable job satisfaction (β = .03, p >.05; β = .08, p >.05 ) 

respectively. Meaning that, increases in work-to-family conflict and family-to-work conflict did not bring about 

increases in the job satisfaction of these female teachers, therefore the first and second hypotheses were not 

confirmed. 

 In step 2, when the second variable (self-efficacy) was entered as a block, it accounted for 4.0% of the 

variance in job satisfaction of the female teachers (ΔR
2 

= .040, p <.05) which was significant as hypothesis 3 

was confirmed. Independently, self-efficacy (β = .25, p <.05) contributed significantly in the outcome, thereby 

confirming hypothesis 3.  

More so, the moderating variable (self-efficacy) and work to family conflict were entered in step 3, as a 

block, they accounted for only 0.4% in the variance in job satisfaction (ΔR
2 

= .004, p >.05) which is not 

significant. Meaning that jointly the moderator variable (self-efficacy) and predictor variable (work-to-family 

conflict) were not related to the criterion variable (job satisfaction) among the female teachers. However, the 

two-way interacting terms, independently, only self-efficacy (β = .26, p< .05) positively related with the 

criterion variable. Meaning that, the teachers‟ self-efficacy and job satisfaction moved in the same direction. 

Finally, the moderating variable (self-efficacy) and family-to-work conflict were entered in step 4, as a 

block, they accounted for only 0.1% in explaining the variance in job satisfaction (ΔR
2 

= .001, p > .05) which is 

not significant. Meaning that jointly the moderator variable (self-efficacy) and predictor variable (family-work-

conflict) were not related to the criterion variable (job satisfaction) among the female teachers. However, 

independently, only self-efficacy (β = .26, p< .05) positively correlated with the criterion variable. Meaning that, 

the more teachers‟ self-efficacy and job satisfaction moved in the same direction. 

 

IV. DISCUSSION 
 Contrary to the first hypothesis, findings have shown that work-to-family conflict did not predict job 

satisfaction. This implies that increase or decrease in the predictor variable (work-to-family) did not relate to 

increase or decrease in the criterion variable (job satisfaction). According to these results, the female teachers‟ 

job satisfaction was found to be independent of work-to-family conflict. And this is not in harmony with 

previous studies (e.g.  Bedeian & Burke, 1988) which found work-to-family conflict to be related to job 

satisfaction. 

Similar to the first hypothesis, the study also revealed that the second hypothesis was not confirmed as 

family-to-work conflict did not predict job satisfaction among female secondary teachers. This indicated that 

increase or decrease in the predictor variable (family-to-work conflict) did not relate to increase or decrease in 

the criterion variable (job satisfaction). Among these female teachers, experiencing job satisfaction was found to 

be independent of having family-to-work conflict. 

In congruence with the third hypothesis self-efficacy was found to positively predict job satisfaction 

among these female teachers. This indicated that increase or decrease in the moderating variable (self-efficacy) 

related to increase or decrease in the criterion variable (job satisfaction). This movement in the same direction is 

an indication of positive association between the teachers‟ belief in their ability to perform their tasks (self-

efficacy) and fulfillment their teaching job provides (job satisfaction). And this has given credence to previous 
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studies (e.g.  Gibson, 2002; McNatt & Judge, 2008; Klassen, 2009) which found that self-efficacy predicted job 

satisfaction. And this has also lent support to job demand-resources theory (Bakker & Demerouti, 2007) which 

holds that when the demand of a job is high and the individual possess resources (e.g. self-efficacy) to shoulder 

it, it cushions off the stress, thus work-family balance thereby leading to job satisfaction.  

The result of the study revealed that the fourth hypothesis tested which stated that self-efficacy will 

weaken the negative relationship between work-to-family conflict and job satisfaction was not confirmed. This 

indicated that an increase or decrease in the moderating variable (self-efficacy) did not relate to the relationship 

between work-to-family conflict and job satisfaction, hence as a moderator could not weaken the relationship as 

hypothesized. 

In line with the fourth hypothesis, the result of the study revealed that the fifth hypothesis tested which 

stated that self-efficacy will weaken the negative relationship between family-to-work conflict and job 

satisfaction was not confirmed. This indicated that an increase or decrease in the moderating variable (self-

efficacy) did not relate to the relationship between family-to-work conflict and job satisfaction, thus as a 

moderator could not weaken the relationship as hypothesized. And this was found to be contrary to Matsui and 

Onglatco (1992) study which found the relationship between work-family conflict and job satisfaction 

moderated by self-efficacy. 

 

Implications of the findings 

The study has paved way for the understanding of the link between self-efficacy and job satisfaction of 

a sample of female teachers in Nigeria following the positive relationship observed. 

The positive outcome of this study particularly the aspect of self-efficacy shows that during assessment 

of teachers for recruitment, selection and placement, it is essential to ascertain and absorb teachers high on self-

efficacy as this will be positively linked to their job satisfaction with possible enhanced job performance. And 

this has theoretical and practical implications for researchers, Nigeria Union of Teachers, Ministry of Education 

and other policy makers in the educational sector in order to enhance productivity through self-efficacy and job 

satisfaction. 

 

Limitations of the study 

Due to time and financial constraints, the participants were drawn from one school and this reduced the 

sample size, thus limiting the external validity of the findings. 

This study relying on cross-sectional survey and regression analysis could not establish cause-effect 

between the variables. Following these, therefore, longitudinal and experimentation would have provided more 

robust findings; hence future studies in this area should consider these. 

 

V. CONCLUSION 
Considering the outcome of this present study, previous studies (McNatt & Judge, 2008; Klassen, 

2009), assumptions of conservation of resources theory and job demand-resources theory (Bakker & Demerouti, 

2007), the researchers  have concluded that self-efficacy is a strong predictor of job satisfaction, therefore a 

necessary factor in enhancing the sense of fulfillment in job (job satisfaction) among female teachers. 

 

REFERENCES 
[1]. Aziri, B. (2011). Job Satisfaction: A Literature Review. Management Research and Practice, 3(4), 77-86. 
[2]. Bakker, A.B., & Demorouti, E. (2007). The job demands-resources model: State of the art.  Journal of 

Managerial Psychology, 22 (3), 309-328. 

[3]. Bandura, A. (2007) Self-efficacy: Toward a unifying theory of behavioral change. Psychological Review, 

84 (2), 191-215. 

[4]. Bedeian, A. G., Burke, B. G., & Moffett, R. G. (1988). Outcomes of work-family conflict among married 

male and female professionals. Journal of Management, 14(3), 475-491.  

[5]. Behan, B., & Drobnic, S. (2010). Satisfaction with work-family balance among German Officeworkers. 

Journal of Managerial Psychology, 25(6), 669-689. 

[6]. Brough, P., & Kalliath, T. (2009). Work-family balance: theoretical and empirical advancements. Journal 

of Organizational Behavior, 30, 581-585.  

[7]. Buitendach, J.H. & Rothmann, S. (2009). The Validation of the Minnesota Job Satisfaction Questionnaire 

in Selected Organizations in South Africa. SA Journal of Human Resource Management, 7, 1-8. 

[8]. Byron, K. (2005) A meta-analytic review of work family conflict and its antecedents. Journal of 

Vocational Behavior, 67(2), 169-198. 

[9]. Carlson, D.S., Kacmar, K.M, & Williams, L.J. (2000). The development and validation of a multi-

dimensional measure of work-family conflict.  Academy of Management Proceedings, 2000 (1), A1-A7. 



Moderating role of self-efficacy in the link between work-family conflict and job satisfaction  

DOI: 10.9790/0837-2509030108                               www.iosrjournals.org                                               7 |Page 

[10]. Carly, B.S., Allen, T.D., & Spector P.E. (2002). The relation between work-family conflict and job 

satisfaction: A finer grained analysis. Journal of Vocational Behavior, 60(3), 336- 353. 

[11]. Coda, R., & Coda, D. A. (2014). Strategic performance of the human resources management department: 

An exploratory research on the implications from the behavioral styles of its professionals. Brazilian 

Business Review, 11(4), 107. doi:10.15728/bbr.2014.11.4.5 

[12]. Cohen, A. (2009). Individual values and the work/family interface. Journal of Managerial  Psychology, 

24(8), 814-832. 

[13]. Dierdorff, E. C., & Ellington, J. K. (2008). It's the nature of the work: Examining behavior-based sources 

of work-family conflict across occupations. Journal of Applied Psychology,  93(4), 883-892.  
[14]. Erdwins, C.J., Buffardi, L.C., Casper, W.J., & O‟Brien, A.S. (2001). The relationship of women‟s role 

strain to social support, role satisfaction and self-efficacy.  Family Relations, 50(3), 230–238. 

[15]. Grandy, A., Cordeiro, B. & Crouter, A. (2005). A longitudinal and multi-source test of the work- family 

conflict and job satisfaction relationship. Journal of Occupational and Organizational Psychology, 78, 

305 – 323. 

[16]. Gregory, K. (2011). The importance of employee satisfaction. Available at 

http://www.neumann.edu/academics/divisions/business/journal/review/2011/gregory.df 

[17]. Greenhaus, J.H., & Beutell, N.J. (1985). Sources of conflict between work and family roles. Academy of 

Management Review, 10(1), 76-88. 

[18]. Gorodnichenko, Y & Roland, G. (2010). Culture, institutions and the wealth of nations. CEPR Discussion 

Paper 8013 

[19]. Gustainiene, L. & Endriulaitiene, A. (2009). Job satisfaction and subjective health among salesmanagers. 

Baltic Journal of Management, 4, 51-65 

[20]. Hill, E., Yang, C., Hawkins, A., & Ferris, M. (2004). A cross-cultural test of the work-familyinterface in 

48 countries. Journal of Marriage and the Family, 66(5), 1300–1316 

[21]. Hobfoll, S.E. (1989). Conservation of resources: A new attempt at conceptualizing Stress. American 

Psychologist, 44 (3), 513-524. 

[22]. Höge, T. (2009). When work strain transcends psychological boundaries: An inquiry into therelationship 

between time pressure, irritation, work-family conflict and psychosomatic complaints. Stress and Health, 

25, 41-51. 

[23]. Hofstede, G. (1997). Cultures and organizations: Software of the mind. New York. NY: McGraw-Hill, 

Incorporation. 

[24]. Julien, M. (2007).  Finding solutions to work-life conflict: Examining models of control overwork-life 

interface. Carleton University. 

[25]. Kahraman, B., & Baykal, Ü. (2009).The problems related to human resources management thatnurse 

managers encounter while managing nursing services personnel and the  precautions taken against these 

problems. 17. Yonesim ve Organizasyon 

[26]. Klassen, R. Μ., Bong, M., Usher, E. L., Chong, W. H., Huan, V. S., Wong, I. Y., & Georgiou, T. (2009). 

Exploring the validity of a teachers‟ self-efficacy scale in five countries. Contemporary Educational 

Psychology, 34, 67–76 

[27]. Kossek, E.E, & Ozeki, C. (1998). Work-family conflict, policies, and the job life Satisfaction 

relationship: A review and directions for organizational behavior-human resources research. Journal of 

Applied Psychology, 83 (2), 139-149. 

[28]. Lilly, J.D., J.A.Duffy, M. & Virick (2006), A Gender sensitive study of McClelland‟s needs, stress, and 

turnover intent with work-family conflict. Women in Management Review, 21(8), 662-680. 

[29]. Locke, E.A, (1976). The nature and cause of job satisfaction. In Dunnette, M. P (Ed.) Handbook of 

Industrial and Organizational Psychology, Chicago: Rand McNally, pp. 1297-1350.  

[30]. Lourel, M., Ford, M.T., Gamassou, C.E., Gueguen, N., & Hartmann, A. (2009). Negative and positive 

spillover between work and home. Journal of Managerial Psychology, 24(5), 438-449.  

[31]. Mafini, C., & Pooe, D. R. I. (2013). The relationship between employee satisfaction and organizational 

performance: Evidence from a South African government department. SA  Journal of Industrial 

Psychology, 39(1), 1-9.  

[32]. Major, D.A. & Burke, R.J. (2013). Handbook of work–life Integration among Professionals: Challenges 

and Opportunities. Business and Economics, 397 pages. 

[33]. Matsui, T., & Onglatco, M.L. (1992). Career self-efficacy as a moderator of relation between 

occupational stress and strain. Journal of Vocational Behavior, 41, 79-88.  

[34]. McNatt, D., & Judge, T. (2008). Self-efficacy intervention, job attitudes, and turnover: A fieldexperiment 

with employees in role transition. Human Relations, 61(6), 783–810. 

[35]. Md-Sidin, S., Sambasivan, M., & Ismail,I. (2010). Relationship between work-family conflict and quality 

of life: An investigation into the role of social support. Journal of Managerial Psychology, 25(1), 58-81.  

 

http://www.neumann.edu/academics/divisions/business/journal/review/2011/gregory.df


Moderating role of self-efficacy in the link between work-family conflict and job satisfaction  

DOI: 10.9790/0837-2509030108                               www.iosrjournals.org                                               8 |Page 

[36]. Michel, J. S., Kortba, L. M., Mitchelson, J. K., Clark, M. A., &Baltes, B. B. (2011). Antecedents of work 

family conflict: A meta analytic review. Journal of Organizational Behavior, 32, 689–725. 

[37]. Moos, R., & Schaefer, J. (1993). Coping resources and processes: Current concepts and measures. In L. 

Goldberger and S. Breznitz (Eds.), Handbook of Stress (2nd ed.), (pp.127-141). New York: The Free 

Press. 

[38]. Nadeem, M. S., & Abbas, Q. (2009). The impact of work -life conflict on job satisfactions ofemployees 

in Pakistan. International Journal of Business and Management, 4(5), 63-83. 

[39]. Obodo, P.A., Okonkwo, E.A., & Aboh, U.J. (2019). Job characteristics and job satisfaction  among olice 

officers in Enugu Urban. Practicum Psychologia 9(1), 139-157. 

[40]. Okonkwo, A.E. (2011).Work-family conflict as predictor of burnout among mothers in humanservice 

profession. Unpublished Ph.D Thesis, Department of Psychology, Enugu State University of Science and 

Technology, Enugu, Nigeria. 

[41]. Okonkwo, E, A. (2014). Work–family conflict bi-directions and burnout  among female teachers in 

Enugu, Nigeria. Contemporary Journal of Applied Psychology, 1(2), 75-87.  

[42]. Parasuraman, S., C. A. Simmers (2001), Type of employment, work-family conflict andwell-being: A 

comparative study. Journal of Organizational Behavior, 22, 551-568. 

[43]. Parveen, K. &Kalliath, T. (2013). Work-family conflict and its impact on job Satisfaction ofsocial 

workers. British Journal of  Social Work, 45, 241-259.  

[44]. Posig, M., & Kickul, J. (2004). Work-role expectations and work-family conflict: Genderdifferences in 

emotional exhaustion. Women in Management Review, 19(7), 373-386 

[45]. Rosenblatt, Z. (2001). Teachers‟ multiple roles and skill flexibility: Effects on work attitudes. 

Educational Administration Quarterly, 37(5), 684-708. 

[46]. Schneider,B. & Wite, L.J. (2005), Being together, working apart: Dual-career families and the work-life 

balance.Cambridge University Press. 

[47]. Senecal, C., Vallerand, R. J. & Guay, F. (2001). Antecedents and outcomes of work-family   

conflict: Toward a motivational model. Personality and Social Psychology Bulletin,  27(2), 176-

186. 

[48]. Siengthai, S. & Pila-Ngam, P. (2016). The interaction effect of job redesign and job satisfaction on 

employee performance.  Evidence-based HRM: A global forum for empirical scholarship, 4(2), 162-180.  

[49]. Sherer, Mddox, J.E, Mercandante, Prentice-Dum Jacobs, B. & Rogers, R.W. (1982). The self-efficacy 

scale: Construction and validation. Psychological Reports, 51, 663-671. 

[50]. Spector, P.E (1997) Job Satisfaction: Application, assessment, causes and consequences. Thousand Oaks, 

CA, sage publications, Inc. 

[51]. Spector, P. E., Allen, T. D., Poelmans, S. A. Y., Lapierre, L. M., Cooper, C. L. & O'Driscoll, M., (2007). 

Cross-national differences in relationships of work demands, job satisfaction, and turnover intentions 

with work–family conflict. Personnel Psychology, 60(4), 805–835 

[52]. Steenbergen, V. F., Ellemers, N., & Elianne, F. (2009). Is managing the work-family interface 

worthwhile? Benefits for employee health and performance. Journal of Organizational   

Behavior, 30, 617-642.  

[53]. Thanacoody, P. R,  Bartham T. & Casimir, G. (2009). The effects of burnout and supervisorysocial 

support on the relationship between work-family conflict and intention to  leave. Journal of Health 

Organization and Management, 23, 1, 53-69.  

[54]. Weiss, D.J, Dawis, R.V, England, G.W &Lofquist, L.H (1967). Manual for the Minnesota   

Satisfaction Questionnaire. Minnesota: IRC, University of Minnesota 

[55]. Westman, M. (2005). Crossover of stress and strain between spouses. In M. Pitt–Catsouphes, E.E 

Kossek& P. Raskin (Eds), Sloan work and family Encyclopedia. Chestnut Hill, MA: Sloan Work and 

Family Research Network. 

[56]. Wong, C. S., Hui, C. & Law, S. (1998). The significant role of Chinese employees‟ organizational 

commitment: implications for managing employees in Chinese societies. Journal of Word Business, 36, 

326-340. 

[57]. Yang, N., Chen, C.C., Choi, J. & Zou, Y. (2000), Sources of work-family conflict: A Sino-

U.S.Comparison of the effects of work and family demands. Academy of Management   

Journal 43, 113-123 

[58]. Yu, R. H. (2011). Work-family conflict and job satisfaction in stressful working environments: The 

moderating roles of perceived supervisor support and internal locus of control. International Journal of 

Manpower, 32(2), 223-248. 

 
Sandra Ekwegbo, et. al. “Moderating role of self-efficacy in the link between work-family conflict and job 

satisfaction.” IOSR Journal of Humanities and Social Science (IOSR-JHSS), 25(9), 2020, pp. 01-08. 

 

 


